
Maine Mentor Training: 
Module 1

WELCOME MENTORS!

Learning Targets:
� Understand the needs of 

beginning educators

� Become familiar with 
confidentiality guidelines

� Understand the role of the 
mentor/coach in addressing 
beginning educator needs



Mentor in My Life
� Think of someone who has been 

an effective mentor in your life.

� Consider the attributes that made 
that person an effective mentor 
or coach. Jot these down on a 
sticky note.

� Select an image or a symbolic 
representation that reminds you 
of one or more of those 
attributes.

� Introduce yourself to a colleague. 

� Share the image or item and why 
it reminds you of your mentor's 
attributes.
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Key Reasons Why Teaching 
Openings Exist

� Retirement

� Turnover

� Leavers

� Beginner Educator Attrition

"In the United States, teacher turnover for most districts 
is close to 20%, with higher rates in urban districts and 
for new teachers."        (Education Update, ASCD'S, March 2013, p.1)

Schools lose 25,000 math & science teachers annually to 
retirement and attrition.         (Ingersoll, UPenn, 2012)

Teacher Turnover



Teacher Turnover
• Teach Plus' research suggests that teachers with 10 

years of experience or less comprise 52% of the 
teaching force. 

• Teachers with only one year of experience make up the 
largest single group of educators.

• Beginners have the highest attrition rate of all, with 40 to 
50 percent leaving the field within five years. And there 
are more beginners today than ever before.  (Ingersoll, UPenn, 
2013)

(Ingersoll, UPenn, 2012)

(Ingersoll, UPenn, 2012)

Reasons for Exiting Early

� Lack of support

� Disenchantment with teaching assignments

� Difficulty balancing personal and professional 
demands

� Excessive paperwork

� Inadequate classroom management

� Inadequate discipline

� High stress
(Bureaux & Wong, New Teacher Induction, 2003, p.3)



Costs to 
Replace a Teacher

� According to the National Commission on 
Teaching and America's Future (as published in 
ASCD's Education Update in March 2013), " the 
national cost of public school turnover could be 
over $7.3 billion a year."

� According to the National Commission on 
Teaching and America’s Future (2016), the typical 
cost per teacher ranges from $3,600 
(non-urban)-$8,400 (urban).

Costs to Replace a Teacher

� To replace an educator in:

○ Chicago is $17,872

○ Milwaukee is $15,325

○ Granville County, NC is just under $10,000
○ (National Commission on Teaching & America’s Future, 2007)

○ Maine is $7,000  (MEA, 2001 & NCTAF Report, 2003)

� Costs include secretarial time, advertisement and mailing 
costs, administrator and educator time for interviews and 
decision-making, etc.



"A high rate of teacher 
turnover hampers 

student achievement, 
hurts staff morale, and 
impedes a school's ability 

to move forward."
ASCD's Education Update, March 2013

Costs to Students
Costs To Students Tennessee study:

• Children who had the least effective 
teachers three years in a row posted 
academic achievement gains 54% lower than 
children with the most effective teachers.

• *Boston & Dallas studies yielded similar 
findings.



“Low performing schools rarely close the 
student achievement gap because they never 

close the teaching quality gap – they are 
constantly rebuilding their staff. An inordinate 

amount of their capital – both human and 
financial – is consumed by the constant process 
of hiring and replacing beginning teachers who 
leave before they have mastered the ability to 
create a successful learning culture for their 

students.”

(National Commission on Teaching & America’s Future, 
2007)

Need for Induction 
Programs

� New Teacher 
Orientation before 
school starts

� High-quality mentoring

� Ongoing Induction 
course/professional 
development



Mentoring Makes a Difference

• In California, 90% of participants in the Beginning 
Teacher Support and Assessment (BTSA) program 
were teaching after five years, compared with only 
40-45% of teachers who didn’t receive support.

• In Columbus, Ohio, the new teacher retention rate 
rose to 81% ten years after an induction and support 
system was instituted.

• In Rochester, NY, before a mentoring program was 
started, 65% of new teachers remained in the 
district. After the first year of the program the 
retention rate rose to 91%.



Need for Induction 
Program in Maine

• Educators not 
participating in 
induction programs 
are twice as likely to 
leave teaching as 
those who 
participate.

• Many of the most 
talented new 
educators are the 
ones leaving.

The National Teacher 
Center reports that 
having "a really 
well-trained mentor or 
coach focused on 
providing data for 
reflective practice and 
the resources for 
growth," can result in 
double-digit growth in 
retention rates for new 
teachers.
Education Update, ASCD, March 2013, 
p.2

Retention



Guidelines for 
Confidentiality

Needs of Beginning Teachers



(Veenman, 1984)

•Planning long-range curriculum, 
preparing lessons, and organizing 
learning activities

•Using a variety of methods and materials

•Addressing the needs of the students through 
individualized instruction/differentiation

•Assessing and reporting on student progress in 
a proficiency system

Instructional 
Needs



Systems Needs:

•Gaining knowledge of school district policies 
and procedures

•Becoming acquainted with the school’s and 
district’s community

Resources Needs:

•Receiving advice on resources and
materials for teaching

 •Obtaining materials and supplies



Emotional Needs:

•Overcoming feelings of isolation

 •Interacting with colleagues

•Preparing for and coping with one’s 
evaluation by school and district 
personnel

Managerial Needs:

•Receiving additional training
on classroom management

 •Managing time, human resources, and 
material resources



Parental Needs:

•Communication and relating to 
parents

Disciplinary Needs:

 •Motivating and disciplining students



The Five Phases Experienced by First Year Teachers



Evaluation of Mentor Support

 •Interaction should remain constant all year long but 
moral support becomes more collegial

•The Beginning Educator is in “survival mode” at both 
the start and end of the school year

•Somewhere during the middle of the year the 
Beginning
Educator can focus more on teaching and 
curriculum

•Beginning Educators grow and develop at different 
rates...be cognizant of your Beginning Educator’s 
needs


